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Abstract 
The aim of current study was comparison of quality of life and family performance in satisfied and unsatisfied groups of staff in 
industrial units of Ardabil province. The study design was retrospective or ex-post facto. Statistical population included all the 
employees of industrial units in Ardabil province. Their age ranged from 20 to 50. Statistical samples included 384 (220 
participants were official employees and 164 participants were contract workers) that were chosen with simple random sampling. 
The questionnaires of quality of life, job satisfaction, and family assessment device were used to collect research data. 
Independent t-test was used for statistical analysis. The results showed that there was a significant difference between satisfied 
and unsatisfied group regarding quality of life P<(0.05). However, there was no significant difference between satisfied and 
unsatisfied group in terms of family performance. 
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1. Introduction 
Since origination of human being and over the centuries, Quality of life has been a hot issue in human health, and 
whenever it has been discussed only its physical aspect has been taken into account and in few cases other aspect of 
it i.e. mental health has been considered. World health organization in 1990, affirming officials of states in 
providing physical, mental, and social health of society, emphasized that none of these three dimensions has 
preference over other dimensions (Cutt & Harrison, 1993; as in Rahnamayee, 2003). Quality of life is such a 
concept which is practically difficult to define. Generally speaking, quality of life can be interpreted in disparate 
ways by different people, in diverse situations. However, it principally refers to the individuals’ satisfaction with 
their life. It is strongly related to the individual’s mind-set. In particular domains such as physical health, there is 
great variability among people in relation to the capacity of encountering with physical ailments and expectations 
(Eray, 2002). On the other side, good and healthy relationship of family members with each other, family 
performance as a whole, is one of the significant and guaranteeing indicators of quality of life and psychological 
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health of family and its members, subsequently their poor relationship is considered as one of the major factors in 
creating and retaining psychological and emotional disorders in an individual. 
A study (Mac Arthur, 2005) by a group of scholars manifested that different types of stress that people 
experienced during their life profoundly influenced their general health, quality of life, efficiency and their 
performance and ultimately their family performance. In this study, the members of healthy and efficient families 
showed lower level of stress than those of disordered and inefficient families. A research undertaken by Marc, 
Gouchi,et al (2003), showed that major source of satisfaction with life in current life consists activity, family 
relationship, emotional aspects, entertainment, health; and the main source of dissatisfaction includes being 
unhealthy, inability to undertake a job, family problems. 
Although the quality of work life and job satisfaction have been taken into account as the same concepts in some 
texts, most of management theorists and industrial psychologists believe that quality of work life and job satisfaction 
differ conceptually. The difference between quality of work life and job satisfaction lies in this point that job 
satisfaction is one of the outcomes of quality of work life (Sirgy et al, 2001). 
By conducting a research on the predictors of job satisfaction, Fourie (2004) came to the conclusion that there is 
a positive and significant relationship between job satisfaction and dimensions of quality of work life. He concluded 
that organizational atmosphere dimension, as one of the dimensions of the quality work life, is the most salient 
predictive factor of job satisfaction. Moreover, Krueger et al. (2002) found that quality of work life is sine qua non 
of provoking people and promoting job satisfaction. The outcomes of the present study demonstrate that job 
satisfaction is a multidimensional concept, and it can be obtained from the overall evaluation of working 
environment and content. The findings of this research reveal that the overall job satisfaction has relationship with 
the quality of work life, and the promotion of work life quality lead to increase of job satisfaction. Lewis et al. 
(2001) states that job satisfaction and quality of work life are regarded as extrinsic features of job, in scientific 
management. While, theory of human relationship believes that paying attention to these factors as intrinsic or 
extrinsic characteristics depends upon the attitude of an individual toward a job. Finally, the researchers in the 
current study concluded that job satisfaction has a positive and significant relationship with quality of work life and 
organizational commitment. Anderack (1986) stated that job satisfaction and quality of work life have direct 
relationship with each other. In other words he comes up with the point that in organizations that don’t have such 
programs, workers are of high job satisfaction. For example, Jurik & Halemba (1984) claim that working condition 
and working environment have positive effect on job satisfaction. Additionally, the results of a study by Kloep & 
Tarifa (2005) indicated that undesirability of environmental conditions of teachers and employees of factory makes 
their job satisfaction reduce. 
Other principal factors in quality of life are provision of developing opportunities and constant security. Dienhart 
(1993) stated that constant security increases job satisfaction. The results of a study undertaken by Koali and 
Theodorakis (2003) showed that there is a direct relationship between job satisfaction and job security. They 
emphasized particularly that constant security of job and variables such as salary and wage, promotions and the job 
itself, which are also some aspects of job satisfaction, have direct relationship with each other. A study conducted by 
Leisa et al (2008) with the title of “Perceived stress and Quality of life” on students of medicine demonstrated that 
these students reported high levels of stress and low levels of quality of life. High levels of stress were negatively 
correlated with physical and psychological health and quality of life. Students with high level of stress had low 
levels of physical and psychological health and these levels of stress in women were significantly more than men. 
These various stresses were predictors of negative life styles and in turn these negative life styles were predictors of 
low quality of life.  
Petty, et al (1984) investigated the relationship between job satisfaction and job performance, in over 60 studies 
and by running a meta-analysis concluded that overall job satisfaction was correlated with job performance (0.23). 
Moreover, the components of job satisfaction had a correlation with job performance ranging from 0.15 to 0.27.
Family performance is one of the main and guaranteeing indicators of quality of life and psychological health of 
family and its members, subsequently their poor relationship is considered as one of the major factors in creating 
and retaining psychological and emotional disorders in an individual. The significance of this issue is up to that 
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point that a number of psychology experts and family therapists believe that the best criteria for scrutinizing and 
evaluating the quality of social and psychological upbringing of people include communicative network among 
family members and the set of rules dominating family. 
Job satisfaction is an attitude that shows generally, the peoples’ feeling toward their occupations or toward 
diverse domains (Spector, 2000). Job satisfaction has five domains including: satisfaction with job, satisfaction from 
leadership, satisfaction with co-workers, salary satisfaction, satisfaction with promotions; in fact the aggregate of 
these domains makes up the total job satisfaction. 
Luke (1976) specifies lack of job satisfaction as an emotional state emanated from their job evaluation and their 
failures in accomplishing their aims or job values. Now the main question of the current study is: How do those 
who are not satisfied with their job and job environment differ from those who enjoy their job, in terms of 
quality of life, individual performance and family performance?
2. Methodology 
The study design was ex post facto or retrospective. 
Population, sample size and sampling method 
In the current study the population under study embraced all the employees of the Ardabil industrial unit, the 
range of age was between 20 and 50 (N=20000). Statistical sample of this study included 384 employees of 
industrial unit of Ardabil, (including 220 participants' official staff and 164 participant's contract staff). They were 
selected using simple random sampling. 
Instruments of collecting data 
2.1. Questionnaire of quality of life short form (SF-36) 
This form of questionnaire, in Iran, has been rendered into Persian using translation and back translation, by 
Montazeri, et al. (2005). It has been standardized on 4163 participants whose their age was above 15 (average of age 
was 35.1), and 52% of them were female.  
The reported reliability coefficient for subscales varied from 0.77 to 0.90, SF-36 questionnaire comprises 36 
items, which 35 items of it have been summarized in 8 subscales with several items including: (Physical Functioning 
subscale, Role-Physical subscale, Bodily Pain subscale, General Health subscale, vitality subscale, Social 
Functioning subscale, Role-Emotional subscale and Mental Health subscale. Eight scales of (SF-36) were reduced 
into two dimensions of physical health and mental health. The first four subscales included Physical Functioning,
Role-Physical, Bodily Pain, and General Health in the dimension of Physical Health (PH), and the last four 
subscales embraced vitality, Social Functioning, Role-Emotional and Mental Health in the dimension of “mental 
health”. 
2.1.1. Job Satisfaction Questionnaire  
The questionnaire is designed by Lei in 1980, and includes 20 items. Participants Responded to this questionnaire 
based on a five-choice response scale (from strongly agree to strongly disagree). Coefficients of Cronbach’s alpha 
and reliability of this scale are reported respectively as (0.67) and (0.81). 
2.1.1.1.  Family Assessment Device (FAD)
In order to evaluate family performance, Family Assessment Device (FAD) was employed. This questionnaire is 
based on McMaster Model and was designed to describe organizational and structural characteristics of families 
(Epstein, Bishop, Baldwin, 1983).
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The above mentioned instruments evaluate patterns of exchange, among members of family in order to make 
distinction between health and unhealthy families.
This  test  is  as  the  same  as  family  assessment  test,  which  is  based  on  the  model  of  Mc  Master  and  Najjarian  
(1996) has standardized its normality. It has three aspects and dimensions. The mentioned dimensions embraces: 
Problem solving, Communication, and Affective responsiveness.     
FAD is consisting of 45 items, which 20 items are related to communications, 17 of them pertain to problem-
solving and 8 of them are concerned with affective responsiveness (Najjarian, 1996).     
This instrument is made up of phrases which describe the participant family. Scoring of FAD was performed by 
using a four-degree continuum which ranges from 1 (strongly agree) to four (strongly disagree). Each question is 
allotted from 1 to 4 points. Statements which describe an unhealthy performance get reverse score. This 
questionnaire assesses the level of unhealthiness in the family.  Higher scores are indicator of poor performance of 
family and low scores represent healthy performance of family (as cited in Najjarian, 1996). 
The method of data collection 
In order to collect the data, the questionnaires were used. After preparing a list of staff’s names and selecting the 
participants with simple random sampling,  at  the  first  place  the  aim  of  the  study  was  explained  to  them.  
Subsequently the tests of the study were distributed among them, and they were asked to express their ideas 
precisely. It should be mentioned that in order that the satisfied and unsatisfied groups of staff to be identified, first 
of all, the participants responded to the questionnaire of job satisfaction. Then, the questionnaires of quality of life 
and family assessment device were distributed among two groups, with the purpose of comparing both groups in 
respect  of  the  two variables.   The  data  was  gathered  individually  and at  the  workplace  of  participants.  Later,  the  
collected data were analyzed using SPSS.
3. Results of study 
Table 1. Status of separation job satisfied in staff
groups number percent 
Satisfied 
Unsatisfied 
No response 
Total 
182
200
2
384
47/5 
52 
0/5 
100
As it is shown in table 1, the number of those who were satisfied with their jobs was 182  out of 384 staff which 
it was equal to 47.5 % of the staff, whereas this number for unsatisfied staff was  200 i.e. 52%. And two of 
participants didn’t reply to the job satisfaction questionnaire 
Table 2. Status of age, Work Experience and Income of staff
Variable mean min max 
Age(year) 
Work Experience(year) 
Income $ 
34/77 
11/07 
455 $
21 
1
125 $ 
58 
35 
1500 $ 
As it can be observed in the table 2, the mean of age for the staff was 34.7 while their age ranged from 21 to 58. 
The average of years of service, ranging from 1 year to 35 years, was 11.07. And the mean of staff’s income was 
455 $, which the minimum amount of income was reported as 125 $ and the maximum amount as1500 $.  
Table 3. mean and standard deviation of quality of life and family performance between satisfied and unsatisfied  staff of industrial units of 
Ardabil province
Variable groups mean Sd
Quality of life satisfied 59/42 22/654 
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unsatisfied  71/83 15/935 
Family performance 
unsatisfied 135/91 14/447 
satisfied 139 14/316 
As it is shown in table 3 the mean and (standard deviation) of quality of life and family performance between 
satisfied and unsatisfied staff of industrial units of Ardabil province are respectively 59.42, (22.65), 71.38 
(15.93).and 135.91, (14.44), 139 (14.31) 
Table 4. The result of independent t-test in two groups of satisfied and unsatisfied staff in variable of quality of life and family performance
variable t-test df Sig. mean  difference Effect size 95% confidence interval 
Quality of life 
-1/432 197 0/043 -4/095 0/45 
Lower
bound 
Upper 
bound 
-4/119 0/930 
family 
performance 
-1/517 197 0/131 -3/095 0/34 
Lower
bound 
-7/119 
Upper 
bound 
0/930 
As table 4 depicts, a significant difference between satisfied and unsatisfied staff of industrial units of Ardabil 
province in respect of quality of life was proved (0.05). 
According to above table, considering that significance probability (0.131) is higher than P>0.05, therefore with 
the probability of 95%, the difference between satisfied and unsatisfied staff is not significant in terms of family 
performance variable. 
4. Discussion and conclusion 
The  aim  of  the  present  study  is  to  compare  the  quality  of  life  and  family  performance  in  two  groups  of  job  
satisfied and dissatisfied staff of industrial units of Ardebil province. According to the finding of the present study, 
the hypothesis that “There is a significant difference between satisfied and unsatisfied staff in respect of quality of 
life.” was supported. The obtained results from the present research, in addition to verifying other researches (e.g. 
Mc Arthur, 2005; Yadegari, 2006; Philipo, & Shareef, 1990; Spector, 2000), indicate that quality of life is as a 
pyramid which its concepts include life satisfaction (on its top), job satisfaction (in the middle of it), and also 
satisfaction with other job-specific aspects such as satisfaction with amount of salary, co-workers, and observers. 
The quality of work life has a positive relation with other available variables in the organization (performance, 
efficiency, organizational commitment …) among which, we can point to job satisfaction. Generally, job satisfaction 
is an emotional, sentimental, attitudinal state which shows the staff’s quality of overall feelings about their job or 
other different related domains. Consequently, job satisfaction is one of the consequences of quality of life. 
Therefore, the hypothesis that “There is a significant difference between the performances of the families of 
satisfied and unsatisfied staff …” was not supported. The obtained results of the present research were not consistent 
with the findings of other researches such as (Fourie & Mac Arthur, 2005; Hoseinian & Tahmasb, 2007; Motahhari, 
2008), indicating that, in this study there is no difference between the performances of the families of satisfied and 
unsatisfied staff. Possibly, this is for the reason that the living environment of these two groups is almost the same. 
The general outcome of the study indicated that satisfied staff’s quality of life was better than that of dissatisfied and 
unsatisfied staff, since, they have more mental health and vitality in their lives. In respect of families’ performances, 
however, no difference was observed. 
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5. Implications  
It is suggested through conducting further researches, the social, cultural and psychological impediments of 
staff’s satisfaction to be investigated in the society of Iran and the other countries.  
Various training courses are recommended for increasing the level of satisfaction or unsatisfaction of staff and 
their quality of life. Moreover, diverse programs should be run for raising psychological satisfaction consequences 
of staff.  
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